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ﻲ ﻛﺎرﻛﻨﺎن ﺑﻪ ﻋﻨﻮان ﻳﻚ داراﻳدر ﻫﺮ ﺳﺎزﻣﺎﻧﻲ 
  ﻫﺎ ﺗﺮك ﺧﺪﻣﺖ آن و ﺑﺴﻴﺎر ﻣﻬﻢ ﺷﻨﺎﺧﺘﻪ ﻣﻲ ﺷﻮﻧﺪ
ﻫﺰﻳﻨﻪ ﻫﺎي زﻳﺎدي را در زﻣﻴﻨﻪ اﺳﺘﺨﺪام ﻧﻴﺮوﻫﺎي 
ﺟﺎﻳﮕﺰﻳﻦ و ﻣﺘﻌﺎﻗﺐ آن آﻣﻮزش، ﺗﺮﺑﻴﺖ و آﻣﺎده ﺳﺎزي 
ﺑﻪ ﻣﻄﻠﻮب  ﻣﺮﺣﻠﻪ ﺑﻬﺮه دﻫﻲ و ﻛﺎراﻳﻲ ﻛﺎرﻛﻨﺎن ﺟﺪﻳﺪ ﺗﺎ
ﺗﺮك ﺧﺪﻣﺖ در اﻳﻦ ﺑﻴﻦ . (1)ﺳﺎزﻣﺎن ﺗﺤﻤﻴﻞ ﻣﻲ ﻧﻤﺎﻳﺪ 
 در اﻧﺴﺎﻧﻲ ﻧﻴﺮوي ﺑﺨﺶ ﺗﺮﻳﻦ ﻋﻤﺪهﻛﻪ  اندر ﭘﺮﺳﺘﺎر
 ﻫﻤﮕﺎم ﺑﺎ ﺳﺎﻳﺮ و  دﻫﻨﺪ ﻣﻲ ﺗﺸﻜﻴﻞ را ﺑﻬﺪاﺷﺘﻲ ﻈﺎمﻧ
ﻣﻴﻦ ﺳﻼﻣﺖ، ﺄﺣﺮﻓﻪ ﻫﺎي ﭘﺰﺷﻜﻲ در راه اﺳﺘﻘﺮار ﺣﻴﺎت، ﺗ
از  ﻧﺪﻫﺎ ﻣﺴﺌﻮﻟﻴﺖ دار ﭘﻴﺸﮕﻴﺮي و ﻣﻬﺎر ﻛﺮدن ﺑﻴﻤﺎري
 ي در ﻧﻈﺎم اراﺋﻪ ﺧﺪﻣﺎت ﺑﻬﺪاﺷﺘﻲ درﻣﺎﻧﻲﺑﻴﺸﺘﺮ اﻫﻤﻴﺖ
 و ﭘﺮﺳﺘﺎر ﻛﻤﺒﻮد ﮔﺴﺘﺮش (.2) ﺑﺮﺧﻮردار ﻣﻲ ﺑﺎﺷﺪ
 ﺟﻬﺎﻧﻲ ﻣﻌﻀﻞ ﻳﻚ ﺣﺮﻓﻪ اﻳﻦ از ﭘﺮﺳﺘﺎران ﺑﺎﻻي ﺧﺮوج
 ﺣﺎل در ﻫﻢ و ﻳﺎﻓﺘﻪ ﺗﻮﺳﻌﻪ ﻛﺸﻮرﻫﺎي در ﻫﻢ ﻛﻪ اﺳﺖ
 ﭘﺮﺳﺘﺎران از ﺳﻮم ﻳﻚ ﺑﻪ ﻋﻨﻮان ﻣﺜﺎل. رددا وﺟﻮد رﺷﺪ
 ﭘﺮﺳﺘﺎران ﭘﻨﺠﻢ ﻳﻚ از ﺑﻴﺶ و اﺳﻜﺎﺗﻠﻨﺪ و اﻧﮕﻠﺴﺘﺎن
ﻫﻤﭽﻨﻴﻦ  .(3)اﻧﺪ  داﺷﺘﻪ ﺣﺮﻓﻪ اﻳﻦ ﺗﺮك ﺑﻪ ﺗﻤﺎﻳﻞ آﻣﺮﻳﻜﺎ
 ﻫﺎي ﺳﺎل در ﻛﻤﺒﻮد ﭘﺮﺳﺘﺎر ﺛﻴﺮﺄﺗاذﻋﺎن ﺷﺪه اﺳﺖ ﻛﻪ 
 (.4 )رﺳﻴﺪ ﺧﻮد ﺧﻮاﻫﺪ ﺣﺪ ﺑﻴﺸﺘﺮﻳﻦ ﺑﻪ 0202 ﺗﺎ 5102
 ﻫﺮ ازاي ﺑﻪ ﺧﺪﻣﺖ ﺗﺮك ﻣﺎﻟﻲ ﻫﺰﻳﻨﻪدر دﻳﮕﺮ ﺗﺤﻘﻴﻘﺎت 
 ﻫﺰار 88 ﺗﺎ 28 آﻣﺮﻳﻜﺎ در اﺳﺘﺨﺪاﻣﻲ ﺷﺪه ﺛﺒﺖ ﭘﺮﺳﺘﺎر
ﻳﺎ در دﻳﮕﺮ ﻣﻄﺎﻟﻌﻪ، ﺑﻴﺎن ؛ (5)ﺨﻤﻴﻦ زده ﺷﺪه اﺳﺖ ﺗ  دﻻر
  :ﭼﻜﻴﺪه
ﺗﻌﻬﺪ و وﻓﺎداري ﻛﺎرﻛﻨﺎن را ﻓﺮاﻫﻢ ﻣﻲ ﺳﺎزد و زﻣﺎﻧﻲ ﻛﻪ ﻛﺎرﻛﻨﺎن ﺑﻪ زﻣﻴﻨﻪ  ،رﻫﺒﺮي اﺧﻼﻗﻲ :زﻣﻴﻨﻪ و ﻫﺪف
 ﺧﺪﻣﺖو ﺗﺼﻤﻴﻢ ﺟﺪي ﻣﺒﻨﻲ ﺑﺮ ﺗﺮك ﻳﺎﻓﺘﻪ در ﻣﻴﺎن آﻧﺎن ﻛﺎﻫﺶ  ﻛﺎرياﺳﺘﺮس  رﻫﺒﺮاﻧﺸﺎن اﻋﺘﻤﺎد داﺷﺘﻪ ﺑﺎﺷﻨﺪ،
و ﺑﺮرﺳﻲ ﻣﻴﺰان درك آﺛﺎر رﻫﺒﺮي اﺧﻼﻗﻲ ﺑﺮ ﻗﺼﺪ ﺗﺮك ﺧﺪﻣﺖ ﭘﺮﺳﺘﺎران  ﺎ ﻫﺪفاﻳﻦ ﭘﮋوﻫﺶ ﺑ .ﻧﺨﻮاﻫﻨﺪ داﺷﺖ
  .ﻪ اﺳﺖﺻﻮرت ﮔﺮﻓﺘآﻧﺎن اﺳﺘﺮس ﻛﺎري ﺑﻪ ﻋﻨﻮان ﻳﻚ ﻣﺘﻐﻴﺮ ﻣﻴﺎﻧﺠﻲ در ﻣﻴﺎن رﻫﺒﺮي اﺧﻼﻗﻲ و ﻗﺼﺪ ﺗﺮك ﺧﺪﻣﺖ 
 ﻫﺎي ﺑﻴﻤﺎرﺳﺘﺎن رداز ﭘﺮﺳﺘﺎران ﺷﺎﻏﻞ  ﻧﻔﺮ 081ﺗﻌﺪاد  ،ﻫﻤﺒﺴﺘﮕﻲ -ﺗﻮﺻﻴﻔﻲ ﻣﻄﺎﻟﻌﻪاﻳﻦ در  :روش ﺑﺮرﺳﻲ
اﺑﺰار  .اﻧﺘﺨﺎب ﺷﺪﻧﺪ ﺑﻪ ﺻﻮرت ﺗﺼﺎدﻓﻲ ﻃﺒﻘﻪ اي ﻣﺘﻨﺎﺳﺐ ﺑﺎ ﺣﺠﻢ ﺟﺎﻣﻌﻪه ﻋﻠﻮم ﭘﺰﺷﻜﻲ ﺷﻬﺮﻛﺮد داﻧﺸﮕﺎ
ﺑﺎ  داده ﻫﺎ . رﻫﺒﺮي اﺧﻼﻗﻲ، اﺳﺘﺮس ﻛﺎري و ﻗﺼﺪ ﺗﺮك ﺧﺪﻣﺖ ﺑﻮداﺳﺘﺎﻧﺪارد  ﺷﺎﻣﻞ ﭘﺮﺳﺸﻨﺎﻣﻪﮔﺮدآوري داده ﻫﺎ 
  .ﻨﺪﻴﻞ ﻗﺮار ﮔﺮﻓﺘﺗﺤﻠ ﻣﻮرد ﺗﺠﺰﻳﻪ و SSPS در ﻧﺮم اﻓﺰار ﺗﻮﺻﻴﻔﻲ و ﺗﺤﻠﻴﻠﻲاﺳﺘﻔﺎده از آزﻣﻮن ﻫﺎي آﻣﺎري 
ﻛﻪ ﺑﻴﻦ رﻫﺒﺮي اﺧﻼﻗﻲ و ﻗﺼﺪ ﺗﺮك ﺧﺪﻣﺖ راﺑﻄﻪ ﻣﻨﻔﻲ و ﻣﻌﻨﻲ دار و ﺑﻴﻦ  ﭘﮋوﻫﺶ ﻧﺸﺎن دادﻧﺘﺎﻳﺞ  :ﻳﺎﻓﺘﻪ ﻫﺎ
و  β= 0/66، β= -0/85ﺑﻪ ﺗﺮﺗﻴﺐ )وﺟﻮد دارد  ياﺳﺘﺮس ﻛﺎري و ﻗﺼﺪ ﺗﺮك ﺧﺪﻣﺖ راﺑﻄﻪ ﻣﺜﺒﺖ و ﻣﻌﻨﻲ دار
و  <P0/50)ﻣﺸﺎﻫﺪه ﺷﺪ و ﻣﻌﻨﻲ داري ﻫﻤﭽﻨﻴﻦ ﺑﻴﻦ رﻫﺒﺮي اﺧﻼﻗﻲ و اﺳﺘﺮس ﻛﺎري راﺑﻄﻪ ﻣﻨﻔﻲ ؛ (<P0/50
  (.β= -0/92
رﻫﺒﺮي اﺧﻼﻗﻲ ﻣﻲ ﺗﻮاﻧﺪ ﺑﺎﻋﺚ ﻛﺎﻫﺶ اﺳﺘﺮس ﻛﺎري ﭘﺮﺳﺘﺎران و در ﻧﺘﻴﺠﻪ ﻛﺎﻫﺶ ﻗﺼﺪ ﺗﺮك  :ﻧﺘﻴﺠﻪ ﮔﻴﺮي
ﻛﺎﻫﺶ ﻋﻮاﻣﻞ اﺳﺘﺮس زاي  ﻫﺎي اﺧﻼﻗﻲ و ﻟﺬا ﻣﺪﻳﺮان ﻣﻲ ﺗﻮاﻧﻨﺪ ﺑﺎ ﮔﺴﺘﺮش ﻓﺮﻫﻨﮓ ارزش؛ ﻫﺎ ﺷﻮد ﺧﺪﻣﺖ آن
  .ﻫﺎ ﮔﺮدﻧﺪ ﺗﻌﻬﺪ ﺳﺎزﻣﺎﻧﻲ ﭘﺮﺳﺘﺎران و در ﻧﺘﻴﺠﻪ ﻛﺎﻫﺶ ﺗﺮك ﺧﺪﻣﺖ آن ﺷﻐﻠﻲ ﺑﺎﻋﺚ اﻓﺰاﻳﺶ اﻋﺘﻤﺎد، وﻓﺎداري و
  
  .داﻧﺸﮕﺎه ﻋﻠﻮم ﭘﺰﺷﻜﻲ ﺷﻬﺮﻛﺮد ،ﺗﺮك ﺧﺪﻣﺖ ،ﻛﺎري رﻫﺒﺮي اﺧﻼﻗﻲ، اﺳﺘﺮس :ﻫﺎي ﻛﻠﻴﺪي واژه
  و ﻫﻤﻜﺎران دﻛﺘﺮ ﻣﺤﻤﺪرﺿﺎ دﻟﻮي                ك ﺧﺪﻣﺖ ﭘﺮﺳﺘﺎراناﺛﺮات رﻫﺒﺮي اﺧﻼﻗﻲ ﺑﺮاﺳﺘﺮس ﺷﻐﻠﻲ و ﻗﺼﺪ ﺗﺮ
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 ﺑﺮ ﻋﻼوه ﭘﺮﺳﺘﺎري در ﺧﺪﻣﺖ ﺗﺮكﺷﺪه اﺳﺖ ﻛﻪ 
 021 ﺗﺎ 06ﻣﻌﺎدل اي ﻫﺰﻳﻨﻪ ﺑﺎ ﺗﺠﺮﺑﻪ، ﭘﺮﺳﺘﺎران ﻛﻤﺒﻮد
  .(6) ﭘﺮﺳﺘﺎر در ﺑﺮ دارد ﻫﺮ ازاي ﺑﻪ دﻻر ﻫﺰار
ﺑﺴﻴﺎري از ﺗﺮك ﺧﺪﻣﺖ ﻫﺎ ﺑﺼﻮرت اﺧﺘﻴﺎري 
ن ﺑﻪ ﻋﻨﻮارا ﻗﺼﺪ ﺗﺮك ﺧﺪﻣﺖ و ﺑﺮﺧﻲ ﻣﺤﻘﻘﻴﻦ  اﺳﺖ
ﻳﻚ ﻣﻴﻞ ﻫﻮﺷﻴﺎراﻧﻪ و ﻣﺘﻔﻜﺮاﻧﻪ ﺑﺮاي ﺗﺮك ﺳﺎزﻣﺎن 
ﻗﺼﺪ ﺗﺮك ﺧﺪﻣﺖ ﻳﻜﻲ از ﻋﻮاﻣﻞ  .(7) ﺗﻌﺮﻳﻒ ﻛﺮده اﻧﺪ
 و( 8)ﭘﻴﺶ ﺑﻴﻨﻲ ﻛﻨﻨﺪه ﻣﻬﻢ ﺗﺮك ﺧﺪﻣﺖ ﺣﻘﻴﻘﻲ اﺳﺖ 
 ﺷﻮﻧﺪ ﻣﻲ ﺑﺎﻋﺚ ﭼﻪ ﻋﻮاﻣﻠﻲ ﻛﻪ ﻣﻮﺿﻮع اﻳﻦ از آﮔﺎﻫﻲ
 ﺗﻮاﻧﺎﻳﻲ در ،ﺑﮕﻴﺮد ﺟﺪاﻳﻲ ﺑﻪ ﺗﺼﻤﻴﻢ ﻛﺎرﻣﻨﺪ ﻳﻚ ﺗﺎ
. (9) اﺳﺖ ﺣﻴﺎﺗﻲ رﺑﺴﻴﺎ ﻛﺎرﻣﻨﺪان ﺑﺮاي ﺣﻔﻆ ﺳﺎزﻣﺎن
 ﻧﻴﺖ ﺳﻨﺠﺶ ﻓﺮد، ﻳﻚ رﻓﺘﺎر ﻛﻨﻨﺪه ﭘﻴﺶ ﺑﻴﻨﻲ ﺑﻬﺘﺮﻳﻦ
ﻧﻴﺰ ﻫﺎ  ﭘﮋوﻫﺶ. (01) اﺳﺖ رﻓﺘﺎر آن اﻧﺠﺎم ﺑﺮاي وي
 و ﺷﺪه ﺑﻴﻨﻲ ﭘﻴﺶ ﺧﺪﻣﺖ ﺗﺮك ﺑﻴﻦ ﻛﻪ اﺳﺖ داده ﻧﺸﺎن
  ﺑﺮﻗﺮار ﻲﻣﺴﺘﻘﻴﻤ راﺑﻄﻪ ﭘﺮﺳﺘﺎران واﻗﻌﻲ ﺗﺮك ﺧﺪﻣﺖ
ﻛﻪ ه ﺷﺪه اﺳﺖ ﻧﺸﺎن داد ﺳﻮﻳﻲاز (. 11-31) ﺑﺎﺷﺪﻣﻲ 
  ﻪ ﻣﻨﺠﺮ ﺑﻪ اﺳﺘﺮس ﻣﺮﺗﺒﻂ ﺑﺎ ﺷﻐﻞﻛ ﻲﻃﻴﻒ ﻋﻮاﻣﻠ
ﺗﺮك ﺧﺪﻣﺖ ﻛﺎرﻛﻨﺎن ﺳﺎزﻣﺎن را در ﭘﻲ  ﻣﻲ ﺷﻮﻧﺪ
  اﺳﺘﺮس ﻛﺎري ﺑﻪ ﻋﻨﻮان ﻣﺜﺎل. (8) ﺧﻮاﻫﻨﺪ داﺷﺖ
ﺖ از ﻣﻲ ﺗﻮاﻧﺪ ﺑﺎﻋﺚ ﻣﺮﺧﺼﻲ اﺳﺘﻌﻼﺟﻲ، ﺗﺮك ﺧﺪﻣ
 وآﻧﺎن ﻋﻤﻠﻜﺮد ﺿﻌﻴﻒ ﺟﺎﻧﺐ ﺷﻤﺎر زﻳﺎدي از ﻛﺎرﻛﻨﺎن، 
 اﻓﺰاﻳﺶ اﺣﺘﻤﺎﻟﻲ ﺣﻮادث ﻧﺎﺷﻲ از ﺧﻄﺎﻫﺎي اﻧﺴﺎﻧﻲ ﺷﻮد
ﻃﺮف دﻳﮕﺮ رﻓﺘﺎرﻫﺎي رﻫﺒﺮي اﺛﺮ ﻣﺴﺘﻘﻴﻤﻲ ﺑﺮ از. (41)
اﻳﻦ  ﺪ وﻧرﺿﺎﻳﺖ ﺷﻐﻠﻲ ﻛﺎرﻛﻨﺎن ﻣﻲ ﮔﺬار روي ﺗﻌﻬﺪ و
رﻓﺘﺎرﻫﺎي ﺗﺮك ﺧﺪﻣﺖ اﺛﺮ ﮔﺬار اﻣﺮ ﺑﻪ ﻧﻮﺑﻪ ﺧﻮد ﺑﺮ 
ﺑﻌﺪ اﺧﻼﻗﻲ رﻫﺒﺮي ﺑﻪ ﺧﺎﻃﺮ ﻧﻔﻮذ در اﻳﻦ ﺑﻴﻦ  (.51)اﺳﺖ 
رﻫﺒﺮ اﺧﻼﻗﻲ . (61)رﻫﺒﺮ ﺑﺮ رﻓﺘﺎر ﻛﺎرﻛﻨﺎن ﻣﻬﻢ اﺳﺖ 
و رﻓﺘﺎر اﺧﻼﻗﻲ را در  ﻧﻘﺶ اﻟﮕﻮ در ﻳﻚ ﺳﺎزﻣﺎن دارد
ﻧﻈﺮﻳﻪ ﭘﺮدازان . (71) ﻣﻴﺎن زﻳﺮ دﺳﺘﺎﻧﺸﺎن ﺑﻪ ﭘﻴﺶ ﻣﻲ ﺑﺮﻧﺪ
ﺗﻔﺴﻴﺮ  ﺗﺎﻛﻨﻮن رﻫﺒﺮي اﺧﻼﻗﻲ را ﺗﻮﺿﻴﺢ وﻧﻴﺰ ﻣﺨﺘﻠﻔﻲ 
اﻳﻦ ﺷﻜﻞ از رﻫﺒﺮي را از دﻳﺪﮔﺎه  ﺑﺮﺧﻲ .ﻧﻤﻮده اﻧﺪ
ﻳﺎدﮔﻴﺮي اﺟﺘﻤﺎﻋﻲ، رﻫﺒﺮي ﻣﺒﺘﻨﻲ ﺑﺮ ﻗﻮاﻋﺪ و ارزش ﻫﺎي 
ﻢ ﮔﻴﺮي ﻫﺎ ﻫﻨﺠﺎري ﻛﻪ از ﻃﺮﻳﻖ اﻋﻤﺎل، اﻗﺪاﻣﺎت، ﺗﺼﻤﻴ
اﺧﻼﻗﻲ و  و ﺷﻴﻮه ﻫﺎي اﺟﺮاﻳﻲ ﺗﺸﻮﻳﻖ و ﺗﻨﺒﻴﻪ رﻓﺘﺎرﻫﺎي 
ﻏﻴﺮ اﺧﻼﻗﻲ در ﻓﻀﺎي ﺳﺎزﻣﺎﻧﻲ ﻧﻤﻮد ﻣﻲ ﻳﺎﺑﺪ، ﺗﻌﺮﻳﻒ 
در واﻗﻊ رﻫﺒﺮان اﺧﻼﻗﻲ ﺗﻼش ﻣﻲ ﻛﻨﻨﺪ (. 81)ﻧﻤﻮده اﻧﺪ 
ﺗﺼﻤﻴﻤﺎت ﻣﻨﺼﻔﺎﻧﻪ ﺑﮕﻴﺮﻧﺪ و ﻣﺮاﻗﺐ اﺣﺴﺎﺳﺎت زﻳﺮدﺳﺘﺎن 
ﻛﻨﻨﺪ ﻛﻪ ﻣﺤﻴﻂ ﻫﺎي ﻛﺎري ﻋﺎدﻻﻧﻪ  ﺑﺎﺷﻨﺪ و ﺗﻼش ﻣﻲ
دﻫﻨﺪ ﻛﻪ ﻧﺤﻮه  ﻧﺸﺎن ﻣﻲﻧﻴﺰ ﻣﻄﺎﻟﻌﺎت  و( 91)ﺎد ﻛﻨﻨﺪ اﻳﺠ
ﺳﺮ ﭘﺮﺳﺘﺎران ﺑﺎ ﻛﺎرﻛﻨﺎن ﺧﻮد  ارﺗﺒﺎط و رﻫﺒﺮي ﻣﺪﻳﺮان و
رواﺑﻂ ﻣﻘﺘﺪراﻧﻪ و اﺳﺘﺒﺪادي ﺑﺪون ﺗﻮﺟﻪ )در ﻣﻮارد ﻣﻨﻔﻲ 
ﺑﺎﻋﺚ  (ﻣﺤﺪودﻳﺖ ﻫﺎو  ﻧﻴﺎز ﻫﺎ و ﺗﻮاﻧﻤﻨﺪي ﻫﺎ ﺑﻪ ﺷﺎن و
در  .ﺷﻮد ﺗﺸﺪﻳﺪ ﺳﻄﺢ ﺗﻨﺶ و اﺿﻄﺮاب ﻛﺎرﻛﻨﺎن ﻣﻲ
در ﻏﺎﻟﺐ )ﻪ ﻫﺎي ﻣﺜﺒﺖ در رﻓﺘﺎر ﻣﺪﻳﺮان ﻣﻘﺎﺑﻞ وﺟﻮد ﺟﻨﺒ
زﻣﻴﻨﻪ  (ﺟﻬﺖ ﮔﻴﺮي اﺟﺘﻤﺎﻋﻲ و اﻧﺴﺎﻧﻲ ﺑﻪ ﻛﺎرﻛﻨﺎن
ﻛﺎﻫﺶ ﺗﻨﺶ و ﻓﺸﺎر در آن ﻫﺎ را در ﺣﻮزه ﻫﺎي ﻣﺮﺑﻮط 
ﺗﻀﺎد ﻫﺎ و ﺗﻌﺎرﺿﺎت و  ﻣﺴﺌﻮﻟﻴﺖ و اﺧﺘﻴﺎرات، ﺑﻪ ﻧﻘﺶ،
 .(02) ﺑﺨﺸﺪ اﺣﺴﺎس ﻧﺎﺗﻮاﻧﻲ را ﺗﺎ اﻧﺪازه اي ﺑﻬﺒﻮد ﻣﻲ
ز ﻃﺮﻳﻖ ﻓﺮآﻳﻨﺪﻫﺎي ﺑﻨﺎﺑﺮاﻳﻦ رﻫﺒﺮي اﺧﻼﻗﻲ ﻗﺎدر اﺳﺖ ا
ﻣﻌﻄﻮف ﺑﻪ ﻓﻀﺎ ﺳﺎزي اﺧﻼﻗﻲ و اﻟﮕﻮ ﺑﺮداري ﺑﺮ 
ﻛﺎرﻛﻨﺎن در ﺗﻤﺎﻣﻲ ﺳﻄﻮح اﺛﺮات ﺧﻮد را ﺑﻪ ﺟﺎي ﮔﺬارد 
و از ﺟﻤﻠﻪ ﻣﺘﻐﻴﺮ ﻫﺎﻳﻲ ﻛﻪ ﺗﺤﺖ ﺗﺎﺛﻴﺮ رﻫﺒﺮي اﺧﻼﻗﻲ ﻗﺮار 
ﻣﻲ ﮔﻴﺮد ﻣﻲ ﺗﻮان ﺑﻪ اﺳﺘﺮس ﻛﺎري و ﻗﺼﺪ ﺗﺮك ﺧﺪﻣﺖ 
از ﻧﻈﺮ ﻣﻔﻬﻮﻣﻲ، ﻣﺠﻤﻮﻋﻪ اي از رواﺑﻂ . اﺷﺎره ﻛﺮد
اراﺋﻪ ﺷﺪه  1اي ﺑﺮ اﺳﺎس آﻧﭽﻪ در ﺗﺼﻮﻳﺮ ﺷﻤﺎره زﻧﺠﻴﺮه 
ﺑﻴﻦ رﻫﺒﺮي اﺧﻼﻗﻲ ﺑﺎ اﺳﺘﺮس ﻛﺎري و ﻗﺼﺪ ﺗﺮك 
ﺑﺎ ﺗﻮﺟﻪ ﺑﻪ ﻣﻄﺎﻟﺐ ذﻛﺮ ﺷﺪه، اﻳﻦ . ﺧﺪﻣﺖ وﺟﻮد دارد
ﻣﻄﺎﻟﻌﻪ ﺑﺮاﺛﺮ ﺑﺎﻟﻘﻮه رﻫﺒﺮي اﺧﻼﻗﻲ و اﺳﺘﺮس ﻛﺎري ﺑﺮ 
  .روي ﻗﺼﺪ ﺗﺮك ﺧﺪﻣﺖ ﭘﺮﺳﺘﺎران ﺗﻤﺮﻛﺰ ﻛﺮده اﺳﺖ
  
  ﻣﺪل ﻣﻔﻬﻮﻣﻲ ﭘﮋوﻫﺶ: 1ﺗﺼﻮﻳﺮ ﺷﻤﺎره 
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  :وش ﺑﺮرﺳﻲر
ﻛﻪ ﺟﺎﻣﻌﻪ  ﻫﻤﺒﺴﺘﮕﻲ -ﺗﻮﺻﻴﻔﻲﭘﮋوﻫﺶ در اﻳﻦ 
( 2931ﻧﻔﺮ در ﺳﺎل  8011) آﻣﺎري آن را ﻛﻠﻴﻪ ﭘﺮﺳﺘﺎران
ﻫﺎي داﻧﺸﮕﺎه ﻋﻠﻮم ﭘﺰﺷﻜﻲ ﺷﻬﺮﻛﺮد  ﺑﻴﻤﺎرﺳﺘﺎن
، وﻟﻴﻌﺼﺮ (س)ﻫﺎﺟﺮ ﻫﺎي آﻳﺖ اﷲ ﻛﺎﺷﺎﻧﻲ، ﺑﻴﻤﺎرﺳﺘﺎن)
ﺳﻴﺪاﻟﺸﻬﺪاء ، (ع)، اﻣﺎم رﺿﺎ (ع)اﻣﺎم ﺟﻮاد، ﺷﻬﺪاء، (ﻋﺞ)
ﺣﺠﻢ ﻧﻤﻮﻧﻪ ﺑﺎ اﺳﺘﻔﺎده از ﻓﺮﻣﻮل ﻲ دادﻧﺪ ﻣﺗﺸﻜﻴﻞ  (و ﺳﻴﻨﺎ
ﻧﻤﻮﻧﻪ ﮔﻴﺮي ﺑﻪ ﺻﻮرت . ﻧﻔﺮ ﺗﻌﻴﻴﻦ ﮔﺮدﻳﺪ 081،ﻛﻮﻛﺮال
ﺗﺼﺎدﻓﻲ ﻃﺒﻘﻪ اي ﻣﺘﻨﺎﺳﺐ ﺑﺎ ﺣﺠﻢ ﺟﺎﻣﻌﻪ و ﻧﻤﻮﻧﻪ آﻣﺎري 
  .اﻧﺠﺎم ﮔﺮﻓﺖ
اﺑﺰار ﮔﺮدآوري اﻃﻼﻋﺎت در اﻳﻦ ﻣﻄﺎﻟﻌﻪ 
ﺑﺮاي ﺳﻨﺠﺶ ﻣﺘﻐﻴﺮ رﻫﺒﺮي اﺧﻼﻗﻲ از . ﭘﺮﺳﺸﻨﺎﻣﻪ ﺑﻮد
 (WLE =kroW ta pihsredaeL lacihtE) ﭘﺮﺳﺸﻨﺎﻣﻪ
ﺷﺎﻣﻞ  اﺳﺘﺮس ﻛﺎري از ﭘﺮﺳﺸﻨﺎﻣﻪ ﻛﻠﺮ ﻣﺘﻐﻴﺮ ﺑﺮاي ﺳﻨﺠﺶ
ﻗﺼﺪ ﺗﺮك ﺧﺪﻣﺖ از  ﻣﺘﻐﻴﺮ ﺑﺮاي ﺳﻨﺠﺶﺳﻮال و  5
ﺷﺪ و اﺳﺘﻔﺎده  نﻛﺎﻣﻦ و ﻫﻤﻜﺎرا ﺳﻮاﻟﻲ 3ﭘﺮﺳﺸﻨﺎﻣﻪ 
 در اﻳﻦ ﭘﮋوﻫﺶﻫﺎ ﭘﺮﺳﺸﻨﺎﻣﻪ اﻳﻦ  ﻛﺮوﻧﺒﺎخ ﺿﺮﻳﺐ آﻟﻔﺎي
ﻛﻪ ﻧﺸﺎن دﻫﻨﺪه  ﻣﺤﺎﺳﺒﻪ ﺷﺪ 0/38و  0/87،0/47 ﺑﻪ ﺗﺮﺗﻴﺐ
  . ﻫﺎ ﻣﻲ ﺑﺎﺷﺪﭘﺎﻳﺎﻳﻲ آن  ﺳﻄﺢ ﻣﻄﻠﻮب
ﻳﻨﺪ دو آﭘﺮﺳﺸﻨﺎﻣﻪ ﻫﺎ ﻃﻲ ﻓﺮﺑﺮاي اﺟﺮاي ﭘﮋوﻫﺶ 
و ﺗﻄﺒﻴﻖ ﻣﺤﺘﻮاﻳﻲ ﺗﺨﺼﺼﻲ ﺷﺪﻧﺪ ﻣﺮﺣﻠﻪ اي ﺗﺮﺟﻤﻪ 
اﻧﺠﺎم  ﺳﻮاﻻت ﺗﺮﺟﻤﻪ ﺷﺪه ﺑﺎ ﺳﻮاﻻت زﺑﺎن اﻧﮕﻠﻴﺴﻲ
ﻣﺸﺎور و ﺳﺎﻳﺮ ، ﺗﻮﺳﻂ اﺳﺘﺎد راﻫﻨﻤﺎ ﭘﺲ از ﺗﺎﻳﻴﺪو  ﮔﺮﻓﺖ
ﻣﺴﺌﻮﻟﻴﻦ داﻧﺸﮕﺎه و  ﺑﺎ ﻛﺴﺐ ﻣﺠﻮز از ،اﺳﺎﺗﻴﺪ ﺻﺎﺣﺒﻨﻈﺮ
ﻤﺎرﺳﺘﺎن ﻫﺎ و ﻫﻤﭽﻨﻴﻦ اراﺋﻪ ﺗﻮﺿﻴﺤﺎﺗﻲ ﺟﻬﺖ راﻫﻨﻤﺎﻳﻲ ﺑﻴ
 .در اﺧﺘﻴﺎر اﻓﺮاد ﺗﺤﺖ ﻣﻄﺎﻟﻌﻪ ﻗﺮار ﮔﺮﻓﺖﭘﺮﺳﺘﺎران، 
ﻋﺮﺿﻪ ﺑﺮاي ارزﻳﺎﺑﻲ رواﻳﻲ ﭘﺮﺳﺸﻨﺎﻣﻪ اﻗﺪام ﺑﻪ  ﻫﻤﭽﻨﻴﻦ
 و ارزﻳﺎﺑﻲ وﭘﺮﺳﺸﻨﺎﻣﻪ ﻫﺎ ﺑﻪ ﭼﻨﺪﻳﻦ ﺻﺎﺣﺐ ﻧﻈﺮ ﺷﺪ 
ﭘﺎﻳﺎﻳﻲ ﭘﺮﺳﺸﻨﺎﻣﻪ اﻧﺠﺎم ﭘﺬﻳﺮﻓﺖ و ﻫﺎ  آن ﺗﻄﺎﺑﻖ ﻧﻈﺮات
ت ﺑﺮ ﻣﻘﻴﺎس ﭘﻨﺞ درﺟﻪ اي اﻻﺳﻮ .ﺑﺪﺳﺖ آﻣﺪ 0/58
ﺗﻨﻈﻴﻢ و ( 5=ﻣﻮاﻓﻘﻢ ﺗﺎ ﻛﺎﻣﻼً 1=ﻣﺨﺎﻟﻔﻢ ﻛﺎﻣﻼً)ﻟﻴﻜﺮت 
ﺗﺤﻠﻴﻞ داده ﻫﺎ در ﺳﻄﺢ آﻣﺎر ﺗﻮﺻﻴﻔﻲ . ه ﺷﺪﻧﺪﭘﺎﺳﺦ داد
 .اﻧﺠﺎم ﮔﺮﻓﺖ SSPSو اﺳﺘﻨﺒﺎﻃﻲ ﺑﺎ اﺳﺘﻔﺎده از ﻧﺮم اﻓﺰار 
  ﻣﻮرد  SKﻧﺮﻣﺎل ﺑﻮدن ﺗﻮزﻳﻊ داده ﻫﺎ ﺑﺎ اﺳﺘﻔﺎده از آزﻣﻮن 
  
از  داده ﻫﺎﺗﻮزﻳﻊ ﻧﺮﻣﺎل  ﺑﻪﺑﺎ ﺗﻮﺟﻪ  ﮔﺮﻓﺖ وﺑﺮﺳﻲ ﻗﺮار 
  .اﺳﺘﻔﺎده ﮔﺮدﻳﺪ اﺳﺘﻨﺒﺎﻃﻲ آزﻣﻮن ﻫﺎي آﻣﺎري 
  
  :ﺎﻓﺘﻪ ﻫﺎﻳ
را ﭘﺎﺳﺦ ( درﺻﺪ 07/6)ﻧﻔﺮ  721در اﻳﻦ ﭘﮋوﻫﺶ 
را ﭘﺎﺳﺦ دﻫﻨﺪﮔﺎن ( درﺻﺪ 92/4)ﻧﻔﺮ  35دﻫﻨﺪﮔﺎن ﻣﺮد و 
ﻫﻞ و ﺄﻣﺘ( درﺻﺪ 36/2)ﻧﻔﺮ  341. زن ﺗﺸﻜﻴﻞ ﻣﻲ دادﻧﺪ
اواﻧﻲ ﺸﺘﺮﻳﻦ ﻓﺮﻴﺑ. ﻣﺠﺮد ﺑﻮدﻧﺪ( درﺻﺪ 63/8)ﻧﻔﺮ  73
ﻣﺮﺑﻮط  (در ﺻﺪ 73/2)ﻧﻔﺮ  76 ﺑﺎ ﺗﻌﺪادﭘﺎﺳﺦ دﻫﻨﺪﮔﺎن 
 5ﺳﺎل وﻛﻤﺘﺮﻳﻦ ﻓﺮاواﻧﻲ ﺑﺎ ﺗﻌﺪاد  03-53ﺑﻪ ﺳﻦ 
از . ﻮدﺑﺳﺎل  54ﺑﻴﺶ از ﻣﺮﺑﻮط ﺑﻪ ﺳﻦ  (درﺻﺪ 7/41)ﻧﻔﺮ
ﭘﺎﺳﺦ دﻫﻨﺪﮔﺎن ﺑﺎ ﺗﺤﺼﻴﻼت ﻟﻴﺴﺎﻧﺲ  ،ﻧﻈﺮ ﺗﺤﺼﻴﻼت
و  (درﺻﺪ 04)ﻧﻔﺮ  27 ﺸﺘﺮﻳﻦ ﻓﺮاواﻧﻲ ﺑﺎ ﺗﻌﺪادﻴﺑداراي 
ﺗﺤﺼﻴﻼت ﻓﻮق ﻟﻴﺴﺎﻧﺲ و ﺑﺎﻻﺗﺮ داراي ﭘﺎﺳﺦ دﻫﻨﺪﮔﺎن ﺑﺎ 
. ﺑﻮدﻧﺪ (درﺻﺪ 31/3)ﻧﻔﺮ  42ﻛﻤﺘﺮﻳﻦ ﻓﺮاواﻧﻲ ﺑﺎ ﺗﻌﺪاد 
ﺳﺎل  51ﺗﺎ  01ﺳﺎﺑﻘﻪ ﻛﺎري ﺑﻴﺶ از ﭘﺎﺳﺦ دﻫﻨﺪﮔﺎن ﺑﺎ 
ﭘﺎﺳﺦ و ( در ﺻﺪ 04) 74/6ﺑﺎ ﺗﻌﺪاد ﺸﺘﺮﻳﻦ ﻓﺮاواﻧﻲﻴﺑ
ﻛﻤﺘﺮﻳﻦ ﻓﺮاواﻧﻲ ﺳﺎل  02ﺗﺎ  51ﺳﺎﺑﻘﻪ ﻛﺎري دﻫﻨﺪﮔﺎن ﺑﺎ 
 .ﺑﻪ ﺧﻮد اﺧﺘﺼﺎص دادﻧﺪ درﺻﺪ را 01ﻧﻔﺮ و  81ﺑﺎ ﺗﻌﺪاد 
در  06/6 و ﻧﻔﺮ 901 ﺸﺘﺮﻳﻦ ﻓﺮاواﻧﻲ ﺑﺎ ﺗﻌﺪادﻴﺑﻫﻤﭽﻨﻴﻦ 
ﺻﺪ ﻣﺮﺑﻮط ﺑﻪ ﻧﻮع اﺳﺘﺨﺪام رﺳﻤﻲ و ﻛﻤﺘﺮﻳﻦ ﻓﺮاواﻧﻲ ﺑﺎ 
  .ﺑﻮددرﺻﺪ ﻣﺮﺑﻮط ﺑﻪ ﻧﻴﺮوﻫﺎي ﻃﺮﺣﻲ  4/4ﻧﻔﺮ و  8ﺗﻌﺪاد 
ﻧﺸﺎن ﺣﺎﺻﻞ از ﺗﺠﺰﻳﻪ و ﺗﺤﻠﻴﻞ ﭘﺮﺳﺸﻨﺎﻣﻪ ﻫﺎ ﻧﺘﺎﻳﺞ 
ﺮاي ﻣﺘﻐﻴﺮﻫﺎي ﺑو وارﻳﺎﻧﺲ اﻧﺤﺮاف ﻣﻌﻴﺎر  ،ﻣﻴﺎﻧﮕﻴﻦداد ﻛﻪ 
اﺳﺘﺮس ، ﺑﺮاي 0/17 و 0/48، 3/21رﻫﺒﺮي اﺧﻼﻗﻲ ﺑﻪ ﺗﺮﺗﻴﺐ 
ﻗﺼﺪ ﺗﺮك ﺑﺮاي و  0/88و  0/49 ،3/43 ﺑﻪ ﺗﺮﺗﻴﺐ ﻛﺎري
  .ﺑﻮده اﺳﺖ 0/17 و 0/48، 3/24ﺑﻪ ﺗﺮﺗﻴﺐ  ﺧﺪﻣﺖ
ﻧﺘﺎﻳﺞ آزﻣﻮن رﮔﺮﺳﻴﻮن ﺑﻴﻦ ﻣﺘﻐﻴﺮ رﻫﺒﺮي اﺧﻼﻗﻲ 
ﻧﺸﺎن داد ﻛﻪ ﺑﻴﻦ اﻳﻦ دو ﭘﺮﺳﺘﺎران ﻗﺼﺪ ﺗﺮك ﺧﺪﻣﺖ  و
 ﻲ ﻣﻨﻔﻲ و ﻣﻌﻨﻲ داري وﺟﻮد داردﻣﺘﻐﻴﺮ ﻫﻤﺒﺴﺘﮕ
ﻛﺎري و  ﻫﻤﭽﻨﻴﻦ ﺑﻴﻦ  اﺳﺘﺮس ؛(β= - 0/85 و <P0/50)
 ﺑﻮدﻗﺼﺪ ﺗﺮك ﺧﺪﻣﺖ ﻫﻤﺒﺴﺘﮕﻲ ﻣﺜﺒﺖ و ﻣﻌﻨﻲ 
ﺑﻴﻦ رﻫﺒﺮي  ﻃﺮف دﻳﮕﺮ از(. β= 0/66و  <P0/50)
  و ﻫﻤﻜﺎران دﻛﺘﺮ ﻣﺤﻤﺪرﺿﺎ دﻟﻮي                ك ﺧﺪﻣﺖ ﭘﺮﺳﺘﺎراناﺛﺮات رﻫﺒﺮي اﺧﻼﻗﻲ ﺑﺮاﺳﺘﺮس ﺷﻐﻠﻲ و ﻗﺼﺪ ﺗﺮ
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اﺧﻼﻗﻲ و اﺳﺘﺮس ﻛﺎري ﻫﻤﺒﺴﺘﮕﻲ ﻣﻨﻔﻲ و ﻣﻌﻨﻲ داري 
  (.β= -0/92و  <P0/50) داﺷﺖوﺟﻮد 
 
  :ﺑﺤﺚ
 081 ﺑﻴﻦ در رﻫﺒﺮي ﻧﮕﻴﻦﻣﻴﺎ ﺣﺎﺿﺮ، ﻣﻄﺎﻟﻌﻪ در
. دﺳﺖ آﻣﺪﻪ ﺑ 0/48ﺑﺎ اﻧﺤﺮاف ﻣﻌﻴﺎر  5از  3/21 ﺑﺮاﺑﺮ ﻧﻔﺮ
ﻣﻌﻨﻲ ﻛﻪ ﻣﺴﺌﻮﻟﻴﻦ ﭘﺮﺳﺘﺎري ﻣﻌﻴﺎرﻫﺎي رﻫﺒﺮي  ﺑﺪﻳﻦ
اﺧﻼﻗﻲ را در ﺣﺪ ﻣﺘﻮﺳﻂ ﻧﺴﺒﺖ ﺑﻪ ﭘﺮﺳﺘﺎران رﻋﺎﻳﺖ ﻣﻲ 
ﺑﺎ  5از  3/43ﻫﺎ  ﻫﻤﭽﻨﻴﻦ ﻣﻴﺎﻧﮕﻴﻦ اﺳﺘﺮس ﺷﻐﻠﻲ آن. ﻛﻨﻨﺪ
 ﺪه  اﻳﻦﻛﻪ ﻧﺸﺎن دﻫﻨﺑﺪﺳﺖ آﻣﺪ  0/49اﻧﺤﺮاف ﻣﻌﻴﺎر 
ﺳﺖ ﻛﻪ اﺳﺘﺮس ﺷﻐﻠﻲ در ﺑﻴﻦ ﭘﺮﺳﺘﺎران ﻣﻮرد ﻣﻄﺎﻟﻌﻪ در ا
ﭘﺮﺳﺘﺎري ﻧﻴﺰ و ﻫﻤﻜﺎران   trebmaL.ﺣﺪ ﻣﺘﻮﺳﻂ ﻣﻲ ﺑﺎﺷﺪ
 را ﻳﻜﻲ از ﺣﺮﻓﻪ ﻫﺎي ﭘﺮ اﺳﺘﺮس ﻣﻲ داﻧﻨﺪ و اﻋﻼم 
، ﭘﺮﺳﺘﺎران آن ﻫﺎﺷﻐﻞ ﻣﻮرد ﻣﻄﺎﻟﻌﻪ  031داﺷﺘﻪ اﻧﺪ ﻛﻪ از 
را در ﻣﺮاﺟﻌﻪ ﺑﻪ ﭘﺰﺷﻚ ﺟﻬﺖ ﻣﺸﻜﻼت ﻧﺎﺷﻲ از  72رﺗﺒﻪ 
و ﻫﻤﭽﻨﻴﻦ ﺻﻔﺮي . (02)رواﻧﻲ ﻛﺴﺐ ﻛﺮده اﻧﺪ  ﺳﻼﻣﺖ
ﻋﺎﻣﻞ اﺳﺘﺮس ﻧﻮع  53ﻛﻪ ﺑﻴﺶ از  ﻨﺪاﻇﻬﺎر داﺷﺘﻫﻤﻜﺎران 
ﭘﺮﺳﺘﺎران را ﺑﺎ ﺷﺪت ﻫﺎي ﻣﺘﻔﺎوت از ﻛﻢ ﺗﺎ زﻳﺎد،  زا
ﻣﻴﺰان اﺳﺘﺮس ﺷﻐﻠﻲ  ﺑﺮرﺳﻲ (.12)ﻨﺪ ﺪﻳﺪ ﻣﻲ ﻛﺗﻬ
ﻫﺎي آﻣﻮزﺷﻲ واﺑﺴﺘﻪ ﺑﻪ داﻧﺸﮕﺎه  ﭘﺮﺳﺘﺎران ﺑﻴﻤﺎرﺳﺘﺎن
  ﻧﺘﺎﻳﺞ ﻣﻄﺎﻟﻌﻪ ﺣﺎﺿﺮ  ﻧﻴﺰ ﺗﺎﻳﻴﺪي ﺑﺮﻋﻠﻮم ﭘﺰﺷﻜﻲ زاﺑﻞ 
ﺑﻪ ﺗﺮﺗﻴﺐ در ﻣﻲ ﺑﺎﺷﺪ ﻛﻪ ﻣﻴﺰان اﺳﺘﺮس ﭘﺮﺳﺘﺎران را 
، ﻣﺘﻮﺳﻂ و ﺧﻔﻴﻒ درﺻﺪ ﻣﻮارد ﺷﺪﻳﺪ 1/7 و 64/7، 05/7
  .(22) ﮔﺰارش ﻧﻤﻮده اﺳﺖ
 ﻗﺼﺪ ﺗﺮك ﺧﺪﻣﺖﻧﻤﺮه ﻣﻴﺎﻧﮕﻴﻦ در اﻳﻦ ﻣﻄﺎﻟﻌﻪ 
 ﺑﺪﻳﻦ .ﺑﺪﺳﺖ آﻣﺪ 0/48ﺑﺎ اﻧﺤﺮاف ﻣﻌﻴﺎر  3/24ﭘﺮﺳﺘﺎران 
 ﺧﺪﻣﺖ ﺗﺮك ﺑﻪ ﻣﺘﻮﺳﻄﻲ ﺗﻤﺎﻳﻞ ﭘﺮﺳﺘﺎران ﻣﻌﻨﻲ ﻛﻪ
ﺑﺮ روي ﭘﺮﺳﺘﺎران   uoiLدر ﻣﻄﺎﻟﻌﻪ. ﻣﻲ دﻫﻨﺪ ﻧﺸﺎن
 ﻧﻔﺮ ﻧﻤﻮﻧﻪ 021 در ﺑﻴﻦ ﻣﻴﺎﻧﮕﻴﻦاﻳﻦ آﺳﻴﺎﻳﻲ در آﻣﺮﻳﻜﺎ 
 و néztüLدر ﻣﻄﺎﻟﻌﻪ . (32)ﮔﺰارش ﺷﺪ  5از  2/54
 ﻓﻜﺮ ﺑﻪ روز ﻫﺮ درﺻﺪ ﭘﺮﺳﺘﺎران 17/24 ﻧﻴﺰﻫﻤﻜﺎران 
دﻳﮕﺮ ﻣﻄﺎﻟﻌﻪ در  (.42)ﺑﻮدﻧﺪ  ﺣﺮﻓﻪ ﭘﺮﺳﺘﺎري از ﺧﺮوج
ﻧﻔﺮ از  053ﻳﻞ ﺑﻪ ﺗﺮك ﺧﺪﻣﺖ در ﺑﻴﻦ ﻣﻴﺎﻧﮕﻴﻦ ﺗﻤﺎ
ﻫﺎي آﻣﻮزﺷﻲ داﻧﺸﮕﺎه ﻋﻠﻮم ﭘﺰﺷﻜﻲ  ﭘﺮﺳﺘﺎران ﺑﻴﻤﺎرﺳﺘﺎن
  .(52)ﮔﺰارش ﺷﺪ  0/39ﺑﺎ اﻧﺤﺮاف ﻣﻌﻴﺎر  3/53ﺷﻬﻴﺪ ﺑﻬﺸﺘﻲ، 
اﻣﺮوزه اﻓﺮاد اﻧﺘﻈﺎر دارﻧﺪ در ﺳﺎزﻣﺎﻧﻲ ﻛﺎر ﻛﻨﻨﺪ 
  ﮔﻴﺮﻧﺪ، ﺑﻪ ﺧﻮﺑﻲ درك ﺷﻮﻧﺪ و ﻣﻮرد ﻛﻪ ﻣﻮرد ﺗﻮﺟﻪ ﻗﺮار
دارﻧﺪ اﺣﺴﺎس ﺻﺪاﻗﺖ، اﺣﺘﺮام ﻗﺮار ﮔﻴﺮﻧﺪ و دوﺳﺖ 
درﺳﺘﻜﺎري، ﻗﺎﺑﻠﻴﺖ اﻋﺘﻤﺎد، اﻋﺘﻤﺎد ﺑﻪ ﻧﻔﺲ و اﻳﻨﻜﻪ 
ﻓﺮدي ﻛﻪ (. 62)ﻗﺴﻤﺘﻲ از ﺳﺎزﻣﺎن ﻫﺴﺘﻨﺪ، داﺷﺘﻪ ﺑﺎﺷﻨﺪ 
اﻳﻦ ﻗﺒﻴﻞ ﻣﺤﻴﻄﻲ ﺑﺎ اﻳﻦ ﺧﺼﻮﺻﻴﺎت را اﻳﺠﺎد ﻣﻲ ﻛﻨﺪ 
رﻫﺒﺮي اﺳﺖ ﻛﻪ ﺑﺎﻳﺪ ﺗﻤﺎم رﻓﺘﺎرﻫﺎﻳﺶ ﻗﺎﺑﻠﻴﺖ ﻫﺎي  ﻣﺴﻠﻤﺎً
ﻴﻦ اﺧﻼﻗﻲ را ﻣﻨﻌﻜﺲ ﻛﻨﺪ و اﺻﻮل ﺻﺪاﻗﺖ و ﺷﺮاﻓﺖ ﺗﻌﻴ
  .ﻛﻨﻨﺪه ي ﺗﻤﺎم زﻧﺪﮔﻴﺶ ﺑﺎﺷﺪ
ﺑﻴﻦ رﻫﺒﺮي ﮋوﻫﺶ ﺣﺎﺿﺮ ﻧﺸﺎن داد ﻛﻪ ﭘﻧﺘﺎﻳﺞ 
اﺧﻼﻗﻲ و ﻗﺼﺪ ﺗﺮك ﺧﺪﻣﺖ ﭘﺮﺳﺘﺎران ﻫﻤﺒﺴﺘﮕﻲ ﻣﻨﻔﻲ 
و ﻫﻤﻜﺎران ﻧﻴﺰ  ikluMﻣﻄﺎﻟﻌﻪ . و ﻣﻌﻨﻲ داري وﺟﻮد دارد
ﺟﻮ اﺧﻼﻗﻲ ﺑﺮ ﻗﺼﺪ ﺗﺮك ﻛﺎر اﺛﺮ ﮔﺬار  ﻧﺸﺎن داده ﻛﻪ
ﻗﺼﺪ ﺗﺮك ﺧﺪﻣﺖ  راﺑﻄﻪ ﻣﻴﺎن ﺟﻮ اﺧﻼﻗﻲ  وو اﺳﺖ 
 ﺗﺤﺖ ﺗﺎﺛﻴﺮ اﺳﺘﺮس ﻧﻘﺶ، ﻣﻨﺎﻗﺸﺎت ﺑﻴﻦ اﻓﺮاد، ﻛﺎﻣﻼٌ
رﺿﺎﻳﺘﻤﻨﺪي  ﺧﺴﺘﮕﻲ ﻋﺎﻃﻔﻲ، اﻋﺘﻤﺎد ﺑﻪ ﺳﺮﭘﺮﺳﺖ و
  ﺑﺎﻋﺚ  اﺧﻼﻗﻲ ﺟﻮدر واﻗﻊ . (72)ﻣﻲ ﺑﺎﺷﺪ ﺷﻐﻠﻲ 
 ﻣﺜﺒﺘﻲ دﻳﺪ ﺧﻮد ﺷﻐﻞ ﺑﻪ ﻧﺴﺒﺖ ﻛﺎرﻛﻨﺎن ﻛﻪ ﺷﻮد ﻣﻲ
 و ﺑﮕﺬراﻧﻨﺪ ﺳﺎزﻣﺎن در را ﺑﻴﺸﺘﺮي ﻣﺪت و دﻫﻨﺪ ﻧﺸﺎن
   .(72، 52، 81)آن ﺑﺎﺷﻨﺪ  ﺗﺮك ﻓﻜﺮ ﺑﻪ ﻛﻤﺘﺮ
 ﻋﻨﻮان ﺑﻪ ﺳﺎزﻣﺎن ﻳﻚ در اﺧﻼﻗﻲ ﻫﺎي رﻓﺘﺎر
 ﻣﺪﻳﺮﻳﺖ و ﻫﺴﺘﻨﺪ ﻣﻄﺮح ﻣﺪﻳﺮﻳﺖ ﻣﻬﻢ ﺑﺮاي ﻫﺎي ﻣﺴﺄﻟﻪ
 اﺧﻼﻗﻲ ﻫﺎي رﻓﺘﺎر ﺑﺮدن ﺑﺎﻻ  در اﺳﺎﺳﻲ ﻧﻘﺸﻲ ﺑﺎﻳﺪ
 رﻓﺘﺎر ﻳﻚ ﺳﺎزﻣﺎن، ﻛﺎرﻛﻨﺎن اﮔﺮ(. 72 )ﺑﺎﺷﺪ داﺷﺘﻪ
 ﻫﻨﮕﺎم ﺳﺎزﻣﺎن آن در ﻛﻨﻨﺪ، ﺑﺮداﺷﺖ اﺧﻼﻗﻲ را ﻣﺪﻳﺮ
 ﻧﻴﺖ و اﻓﺰاﻳﺶ ﺷﻐﻠﻲ رﺿﺎﻳﺖ ﻣﻴﺰان ﻛﻪ ﻳﺎﻓﺖ درﺧﻮاﻫﺪ
 ﺑﺮاي ﻋﺎﻣﻞ دو اﻳﻦ ﻛﻪ اﺳﺖ؛ ﻳﺎﻓﺘﻪ ﻛﺎﻫﺶ ﺧﺪﻣﺖ ﺗﺮك
 ﺻﻮرت اﻳﻦ ﻏﻴﺮ در .اﺳﺖ اﻫﻤﻴﺖ ﺣﺎﻳﺰ ﺳﺎزﻣﺎن ﺑﺴﻴﺎر
 ﻛﻨﻨﺪ، ادراك اﺧﻼﻗﻲ ﻏﻴﺮ را ﻣﺪﻳﺮ رﻓﺘﺎر ﻛﺎرﻛﻨﺎن اﮔﺮ
 و ﻳﺎﺑﺪ ﻛﺎﻫﺶ ﺷﻐﻠﻲ ﺳﻄﺢ رﺿﺎﻳﺖ ﻛﻪ ﻣﻲ ﺷﻮد ﺑﺎﻋﺚ
ﻧﺘﺎﻳﺞ ﭘﮋوﻫﺶ (. 82) ﻳﺎﺑﺪ اﻓﺰاﻳﺶ ﺧﺪﻣﺖ ﺗﺮك ﻧﻴﺖ
 اﺧﻼﻗﻲ ﺑﻴﻦ ﺟﻮ ﻣﺜﺒﺖ ي راﺑﻄﻪ ﺑﻴﺎﻧﮕﺮﻴﺰ ﻧﺣﺎذﻗﻲ  ﻧﺎدي و
 ﻣﻨﻔﻲ ﺳﻪ راﺑﻄﻪ  و ﺳﺎزﻣﺎﻧﻲ ﺗﻌﻬﺪ و ﺷﻐﻠﻲ رﺿﺎﻳﺖ ﺑﺎ
   .(92) ه اﺳﺖﺑﻮد ﺧﺪﻣﺖ ﺗﺮك ﻧﻴﺖ ﺑﺎ ﺑﺎﻻ ي ﺳﺎزه
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  ﺷﻮاﻫﺪ ﺣﺎﺻﻞ از اﻳﻦ ﭘﮋوﻫﺶ ﻫﻤﭽﻨﻴﻦ ﻧﻘﺶ  
اﺳﺘﺮس ﺷﻐﻠﻲ را ﺑﺮ ﻗﺼﺪ ﺗﺮك ﺧﺪﻣﺖ ﭘﺮﺳﺘﺎران ﻣﻮرد 
ﻣﻄﺎﻟﻌﺎت  ﺑﺮﺧﻲ دﻳﮕﺮ از ﻧﺘﺎﻳﺞﺑﺎ  ﻳﺎﻓﺘﻪاﻳﻦ . ﺗﺎﻳﻴﺪ ﻗﺮار داد
آﺛﺎر اﺳﺘﺮس ﺷﻐﻠﻲ را  rehtiaG (.03-23)ﻫﻤﺴﻮ ﻣﻲ ﺑﺎﺷﺪ 
ﺛﺮ از ﺗﻌﻬﺪ ﺷﻐﻠﻲ، ﺄﺑﺮ روي ﻗﺼﺪ ﺗﺮك ﺧﺪﻣﺖ ﻣﺘ
رﺿﺎﻳﺖ ﺷﻐﻠﻲ  ﺗﻌﻬﺪ ﺳﺎزﻣﺎﻧﻲ و اﻧﺘﻈﺎرات ﺑﺮ آورده ﺷﺪه،
ﺗﻌﻬﺪ ﺷﻐﻠﻲ راﺑﻄﻪ  و ﺑﻪ اﻳﻦ ﻧﺘﻴﺠﻪ رﺳﻴﺪ ﻛﻪ ﺑﺮرﺳﻲ ﻛﺮد
اﻧﺘﻈﺎرات ﺑﺮ  و ﺘﻲ ﺑﺎ اﻧﺘﻈﺎرات ﺑﺮ آورده ﺷﺪه داردﻣﺜﺒ
رﺿﺎﻳﺖ  ﻧﻴﺰ راﺑﻄﻪ ﻣﺜﺒﺘﻲ ﺑﺎ ﺗﻌﻬﺪ ﺳﺎزﻣﺎﻧﻲ وآورده ﺷﺪه 
  .(03)ﺷﻐﻠﻲ دارﻧﺪ 
 ﻋﻮاﻣﻞ ﻧﻘﺶ ﺑﻪ ﻣﺮﺑﻮط ﻳﺎﻓﺘﻪ ﻫﺎي ﺟﺪﻳﺪﺗﺮﻳﻦ
 ﻛﻨﺎره ﺑﻪ ﺗﻤﺎﻳﻞ در ﻫﻴﺠﺎﻧﻲ ﻓﺮﺳﻮدﮔﻲ و آور اﺳﺘﺮس
 اراﺋﻪ ﺳﻄﺤﻲ ﭼﻬﺎر اﻟﮕﻮي ﺧﺪﻣﺖ در ﺗﺮك و ﮔﻴﺮي
 ﺑﺮ .اﺳﺖ آﻣﺪه ﻫﻤﻜﺎران ﺑﻪ دﺳﺖ و  dyoB ﺷﺪه ﺗﻮﺳﻂ
 ﭘﮋوﻫﺸﮕﺮان،اﻳﻦ  ﺗﻮﺳﻂ ﺷﺪه ﮔﺰارش ﻧﺘﺎﻳﺞ اﺳﺎس
 ﺷﺎﺧﺺ دو ﺑﻪ ﻋﻨﻮان ﻧﻘﺶ ﺗﻌﺎرض و ﻧﻘﺶ وﺿﻮح
 ﻫﺎي ﺷﻴﻮه ﺑﺎﻋﺚ ﻓﻌﺎﻟﺴﺎزي اﺑﺘﺪا ﺷﻐﻠﻲ اﺳﺘﺮس ﻋﻤﺪه
 ﻣﺪار ﻣﺴﺌﻠﻪ ﻣﻘﺎﺑﻠﻪ و ﻣﺪار ﻫﻴﺠﺎن ﻣﻘﺎﺑﻠﻪ ﺟﻤﻠﻪ از ﻣﻘﺎﺑﻠﻪ،
 ﻣﻘﺎﺑﻠﻪ ﺑﻪ وﻳﮋه اي ﻣﻘﺎﺑﻠﻪ ﻫﺎي اﻳﻦ ﺳﺒﻚ ﺳﭙﺲ ﺪ،ﻧﺷﻮ ﻣﻲ
 ﺑﻪ دﻧﺒﺎل و ﻫﻴﺠﺎﻧﻲ ﻓﺮﺳﻮدﮔﻲ ﺑﺮاي را ﺑﺴﺘﺮ ﻣﺪار، ﻫﻴﺠﺎن
 ﺑﻪ ﺗﻤﺎﻳﻞ اﻓﺰاﻳﺶ آﺧﺮ در و ﺷﻐﻠﻲ رﺿﺎﻳﺖ آن ﻛﺎﻫﺶ
  .(33)ﺳﺎزﻧﺪ  ﻣﻲ ﻓﺮاﻫﻢ ﮔﻴﺮي ﻛﻨﺎره
ﻣﻲ ﺗﻮان ﺑﻪ ﻫﻤﺒﺴﺘﮕﻲ اﻳﻦ ﭘﮋوﻫﺶ از ﻧﺘﺎﻳﺞ دﻳﮕﺮ 
 ﺑﻴﻦ رﻫﺒﺮي اﺧﻼﻗﻲ و اﺳﺘﺮس ﺷﻐﻠﻲﻣﻨﻔﻲ و ﻣﻌﻨﻲ دار 
اﻳﻦ ﻧﺘﺎﻳﺞ ﺑﺎ ﻧﻘﺶ ﻫﺎ و ﻣﺸﺨﺼﻪ ﻫﺎي ﻣﻄﺮح . اﺷﺎره ﻛﺮد
ﺑﺮﺧﻲ دﻳﮕﺮ از ﺷﺪه ﺑﺮاي رﻫﺒﺮي اﺧﻼق ﻣﺪار ﻛﻪ 
ﮔﻞ ﭘﺮور و  .(81،51)ﻫﻤﺴﻮﻳﻲ دارد  نﭘﮋوﻫﺸﮕﺮا
ﻫﻤﻜﺎران در ﭘﮋوﻫﺸﻲ ﺿﻤﻦ ﺗﺎﻳﻴﺪ  ﻧﻘﺶ رﻫﺒﺮي اﺧﻼق 
ﻣﺪار ﺑﺮ اﺳﺘﺮس ﺷﻐﻠﻲ، ﺑﻴﺎن ﻛﺮدﻧﺪ ﺑﺎ ﺗﻘﻮﻳﺖ رﻫﺒﺮي 
اﺧﻼﻗﻲ، اﺳﺘﺮس ﺷﻐﻠﻲ ﻣﺒﺘﻨﻲ ﺑﺮ ﻧﺸﺎﻧﮕﺮﻫﺎﻳﻲ ﻧﻈﻴﺮ اﺳﺘﺮس 
ﻧﺎﺷﻲ از ﻧﺎﻛﺎرآﻣﺪي ﺗﺼﻮري، اﺳﺘﺮس ﻧﺎﺷﻲ از ﻣﺤﺪوﻳﺖ 
رض و ﺗﻀﺎد و اﺧﺘﻴﺎر و اﺳﺘﺮس ﻧﺎﺷﻲ از ﺗﻌﺎ ﻣﺴﺌﻮﻟﻴﺖ و
( ﻃﻮر ﻣﺴﺘﻘﻴﻢ و ﻏﻴﺮ ﻣﺴﺘﻘﻴﻢﻪ ﺑ)ﻓﺮﺳﻮدﮔﻲ ﻫﻴﺠﺎﻧﻲ 
ﻳﺎﻓﺘﻪ ﻫﺎي ﭘﮋوﻫﺶ ﺳﻠﻴﻤﺎﻧﻲ و . (43)ﺗﻀﻌﻴﻒ ﻣﻲ ﺷﻮد 
 ادراﻛﺎت ﺑﻴﻦ ﻛﻪ اﺳﺖ آن از ﺣﺎﻛﻲﻧﻴﺰ  ﻫﻤﻜﺎران
 ﻣﻴﺰان اﺳﺘﺮس ﺑﺎ ﻛﺎر ﺑﺮ ﺣﺎﻛﻢ اﺧﻼﻗﻴﺎت از ﻛﺎرﻛﻨﺎن
 ﺑﻴﺎن دارد ﺑﻪ وﺟﻮد ﻣﻌﻨﺎدار و ﻣﻨﻔﻲ راﺑﻄﻪ آﻧﺎن ﺷﻐﻠﻲ
 ﻣﺤﻴﻂ در ﻛﻪ ﻧﻤﺎﻳﻨﺪ اﺣﺴﺎس ﻛﻨﺎنﻛﺎر ﭼﻘﺪر ﻫﺮ ،دﻳﮕﺮ
 ﺳﻄﺢ ﻣﻴﺰان ﻫﻤﺎن ﺑﻪ اﺳﺖ، ﺣﺎﻛﻢ اﺧﻼﻗﻴﺎت آﻧﺎن ﻛﺎري
 .(53) ﻳﺎﺑﺪ ﻣﻲ ﻛﺎﻫﺶ آﻧﺎن ﻫﺎي ﺷﻐﻠﻲ اﺳﺘﺮس
 
 :ﮔﻴﺮي ﻧﺘﻴﺠﻪ
 ﺑﻪ ﺗﻤﺎﻳﻞ ﻛﻪ داد ﻧﺸﺎن ﺣﺎﺿﺮ ﭘﮋوﻫﺶ ﻳﺎﻓﺘﻪ ﻫﺎي
 ﺑﺮرﺳﻲ ﻣﻮرد ﭘﺮﺳﺘﺎران در ﻣﺘﻮﺳﻂ ﺑﻄﻮرﺧﺪﻣﺖ  ﺗﺮك
 ﺧﺎرج و ﺑﻌﻀﺎ داﺧﻞ ﻛﺸﻮر ﻣﻲ ﻣﺸﺎﺑﻪ در ﻣﻄﺎﻟﻌﺎت از ﺑﻴﺸﺘﺮ
 و ﺧﺪﻣﺖ ﺗﺮك ﺑﻪ ﻣﻴﻞ ﺑﻴﻦ ﻗﺒﻠﻲ ﻫﺎي ﭘﮋوﻫﺶ ﻃﺒﻖ .ﺑﺎﺷﺪ
  ﺑﺮﻗﺮار ﻣﺴﺘﻘﻴﻢ راﺑﻄﻪ ﭘﺮﺳﺘﺎران واﻗﻌﻲ ﺧﺪﻣﺖ ﺗﺮك
 .دارد ﺗﻮﺟﻪ ﺑﻴﺸﺘﺮي ﺑﻪ ﻧﻴﺎز ﻣﺴﺎﻟﻪ ﺑﺎﺷﺪ، ﺑﻨﺎﺑﺮاﻳﻦ اﻳﻦ ﻣﻲ
ﺑﺎ ﺗﻮﺟﻪ ﺑﻪ ﻳﺎﻓﺘﻪ ﻫﺎي ﭘﮋوﻫﺶ ﺣﺎﺿﺮ، اﺳﺘﺮس ﻫﻤﭽﻨﻴﻦ 
و  ﺪﺷﺷﻐﻠﻲ ﺑﺎﻋﺚ اﻓﺰاﻳﺶ ﻗﺼﺪ ﺗﺮك ﺧﺪﻣﺖ ﭘﺮﺳﺘﺎران 
رﻫﺒﺮي اﺧﻼﻗﻲ ﻧﻘﺶ ﺑﺴﻴﺎر ﻣﻬﻤﻲ در ﺗﻘﻠﻴﻞ اﺳﺘﺮس ﺷﻐﻠﻲ 
ﻧﺸﺎن  ﻣﻲ ﺗﻮاﻧﻨﺪ ﺑﺎ ﺑﻨﺎﺑﺮاﻳﻦ ﻣﺪﻳﺮان ﭘﺮﺳﺘﺎري . اﻳﺠﺎد ﻧﻤﻮد
دادن ﺗﺮﻛﻴﺒﻲ از وﻳﮋﮔﻲ ﻫﺎي ﺻﺪاﻗﺖ، ﻗﺎﺑﻠﻴﺖ اﻋﺘﻤﺎد، اﻣﻴﻦ 
ﺗﺼﻤﻴﻢ ﮔﻴﺮي دﻣﻮﻛﺮاﺗﻴﻚ و ﻣﺸﺎرﻛﺖ  ﺧﻠﻮص، ﺑﻮدن،
 ﻋﺪاﻟﺖ و ﮔﺴﺘﺮش ، دﻟﺴﻮز و ﻣﻬﺮﺑﺎن ﺑﻮدن،ﺣﻤﺎﻳﺘﻲ
ﺘﺮس زاي ﻛﺎﻫﺶ ﻋﻮاﻣﻞ اﺳ ﺎي اﺧﻼﻗﻲ وﻫ ﻓﺮﻫﻨﮓ ارزش
ﺗﻌﻬﺪ ﺳﺎزﻣﺎﻧﻲ  ، وﻓﺎداري وﺷﻐﻠﻲ ﺑﺎﻋﺚ اﻓﺰاﻳﺶ اﻋﺘﻤﺎد
ﻋﻼوه  .و در ﻧﺘﻴﺠﻪ ﻛﺎﻫﺶ ﺗﺮك ﺧﺪﻣﺖ آﻧﻬﺎ ﮔﺮدﻧﺪ ﭘﺮﺳﺘﺎران
ﺛﻴﺮ ﺑﺴﺰاي رﻫﺒﺮي اﺧﻼﻗﻲ ﺑﺮ رﻓﺘﺎر ﺄﺑﺎ ﺗﻮﺟﻪ ﺑﻪ ﺗﺑﺮ اﻳﻦ 
ﻛﺎرﻛﻨﺎن، ﻣﺪﻳﺮاﻧﻲ ﻛﻪ داراي اﻳﻦ ﺳﺒﻚ رﻫﺒﺮي ﻫﺴﺘﻨﺪ اﺣﺘﻤﺎل 
ﻟﺬا ﺑﻪ ﻣﺪﻳﺮان ﻋﺎﻟﻲ ﺳﺎزﻣﺎن ؛ ﻨﺪ داﺷﺖﻣﻮﻓﻘﻴﺖ ﺑﻴﺸﺘﺮي ﺧﻮاﻫ
ﭘﻴﺸﻨﻬﺎد ﻣﻲ ﮔﺮدد ﺿﻤﻦ ﺣﻤﺎﻳﺖ از اﻳﻦ ﻧﻮع ﺳﺒﻚ رﻫﺒﺮي، 
  .در ﻋﺰل و ﻧﺼﺐ ﻣﺪﻳﺮان ﺑﻪ اﻳﻦ ﻣﻬﻢ ﺗﻮﺟﻪ ﻧﻤﺎﻳﻨﺪ
 
  :ﺗﺸﻜﺮ و ﻗﺪرداﻧﻲ
اﻳﻦ ﻣﻘﺎﻟﻪ ﺣﺎﺻﻞ ﻗﺴﻤﺘﻲ از ﭘﺎﻳﺎن ﻧﺎﻣﻪ ﻛﺎرﺷﻨﺎﺳﻲ ارﺷﺪ 
آﻗﺎي ﻣﻈﺎﻫﺮ ﮔﻨﺠﻲ ﺑﻪ راﻫﻨﻤﺎﻳﻲ آﻗﺎي دﻛﺘﺮ ﻣﺤﻤﺪرﺿﺎ دﻟﻮي 
ﻫﺎ و  ﻴﻤﺎرﺳﺘﺎنﺑ ﻳﻨﻮﺳﻴﻠﻪ از ﻣﺴﺌﻮﻟﻴﻦ داﻧﺸﮕﺎه وﻣﻲ ﺑﺎﺷﺪ و ﺑﺪ
ﭘﺮﺳﺘﺎراﻧﻲ ﻛﻪ در اﻳﻦ ﭘﮋوﻫﺶ ﻫﻤﻜﺎري ﻛﺮدﻧﺪ، ﺗﺸﻜﺮ و 
  .ﻗﺪرداﻧﻲ ﻣﻲ ﮔﺮدد
نارﺎﺘﺳﺮﭘ ﺖﻣﺪﺧ كﺮﺗ ﺪﺼﻗ و ﻲﻠﻐﺷ سﺮﺘﺳاﺮﺑ ﻲﻗﻼﺧا يﺮﺒﻫر تاﺮﺛا                يﻮﻟد ﺎﺿرﺪﻤﺤﻣ ﺮﺘﻛد نارﺎﻜﻤﻫ و  
126  
ﻊﺑﺎﻨﻣ:  
1. Hom PW, Griffeth RW. Employee turnover.  South/Western Ohio, Cincinnati Flecher 
CE, Hospital RNs job satisfactions and dissatisfactions, J Nurs Adm. 2001; 31(16): 324-
31. 
2. Lu H, While AE, Barriball KL. Job satisfaction among nurses: a literature review. Int J 
Nurs Stud. 2005; 42: 211-27. 
3. Mirzabeygi Gh, Salemi S, Sanjary M, Shirazi F, Heydari Sh, Maleki S. Job satisfaction in 
nurses Iranian. Hayat: 2009; 1: 59-49. 
4. Jones CB. Revisiting nurse turnover costs: adjusting for inflation. J Nurs Adm. 2008; 38 
(1) 11-18. 
5. Storfjell JL, Omoike O, Ohlson S. The balancing act: patient care time versus cost. J Nurs 
Adm. 2008; 38(5): 244-49. 
6. Tett RP, Meyer JP. Job satisfaction, organizational commitment, turnover intention: path 
analyses based on meta-analytic findings. Pers Psychol. 46: 259 -93. 
7. Griffeth, RW, Hom PW, Gaertner S. A meta-analysis of antecedents and correlates of 
employee turnover: update, moderator tests and research implications for the next 
millennium. J  Manage. 2000; 26: 463-88. 
8. Brough P, Frame R. Predicting police job satisfaction and turnover intentions: The role of 
social support and police organizational variables. New Zealand J Psychol. 2004; 33(1): 
8-16. 
9. Fishbein M, Ajzen I. Belief, attitude, intention and behavior: An introduction to theory 
and research. Reading MA: Addison-Wesley; 1975. 
10. Hinshaw A S. et al. Innovative retention strategies for nursing staff. J Nurs Admin. 1987; 
17(6): 8-16.  
11. Lucas M D, Atwood R, Hagman R. Replication and validation of the anticipated turnover 
model for urban registered nurses. Nurs Res. 1993; 42(1): 229–253. 
12. Shader K. Broome CD, West ME, Naseh M. Factor's influencing job satisfaction and 
anticipated turnover in an academic medical center. J Nurs Adm. 2001; 31(4): 210–17.  
13. Lazarus, RS. Psychological stress in the workplace, in occupational stress: A handbook, 
Crandall R. and Perrewe PL, Editors. Taylor & Francis: Washington, DC. 1993. 
14. Blix AG. Occupational stress among university teachers. Educ Res. 1994; 36(2): 157-69. 
15. Elci M, Sener I, Aksoy S, Alpkan L. The impact of ethical leadership and leadership 
effectiveness on employees’ turnover intention: The mediating role of work related stress. 
Procedia Soc Behav Sci. 2012; 58: 289-97 
16. Trevino LK, Hartman LP, Brown M. Moral person and moral manager: how executives 
develop a reputation for ethical leadership. California Manage Rev. 2000; 42(4): 128-42. 
17. Brown ME, Trevino LK. Ethical leadership: A review and future directions. Lead Q.  
595-616. 
18. Brown ME, Trevino LK, Harrison DA. Ethical leadership: A social learning perspective 
for construct development and testing. Organ Behav Hum Dec Proc. 2005; 97: 117-134. 
19. De Hoogh AHB, Den Hartog DN. Ethical and despotic leadership, relationships with 
leader's social responsibility, top management team effectiveness and subordinates' 
optimism: a multi-method study. Lead. Q. 2008; 19: 297- 311. 
20. Lambert VA, Lambert CE, Petrini M. Workplace and personnel factors associated with 
physical and mental health in hospital nurses in china. Nurs Health Sci. 2007; 9(2):120-6. 
21. Safari M, Borzoo SR, Cheraghi M. Assessment of type of stressors for nurses. 
Proceedings of the national congress of healthy community. Hamedan Univ Med Sci. 
2008: 49. 
22. Shahraki Vahed A, Mardani Hamuleh M, Sanchuli J. Assesment of the relationship 
between mental health and job stress among nurses. J Jahrom Univ Med Sci. 2010; 8(3): 
17-28. 
دﺮﻛﺮﻬﺷ ﻲﻜﺷﺰﭘ مﻮﻠﻋ هﺎﮕﺸﻧاد ﻪﻠﺠﻣ /هرود16 هرﺎﻤﺷ ،1 /ﺒﻳدرا و ﻦﻳدروﺮﻓﺖﺸﻬ1391  
127 
23. Liou SR. The relationships between collectivist orientation, perception of practice 
environment organizational commitment, and Intention to leave current job among Asian 
nurses working in the USA [Dissertation]. University of Texas at Austin. 2007. 
24. Lützén K. Blom T, Ewalds-kvist B, Winch S. Moral stress, moral climate and moral 
sensitivity among psychiatric professionals. Nursi Ethics. 2010; 17(2): 213-24. 
25. Hariri GR, Yaghmaei F, Zagheri Tafreshi M, Shakeri N. Assessment of some factors 
related to leave in nurses and their demographic charater in educational hospitals of Shahid 
Behesthi University of Medical Sciences. J Health Prom Manage. 2012; 1(3) :17-27. 
26. Yilmaz E. The analysis of organizational creativity in schools regarding principals ethical 
leadership characteristics, Procedia social and behavioral sciences. 2010; 2: 3949-3953. 
27. Mulki JP, Jaramillo F, Locander WB. Effect of ethical climate on turnover intention: 
linking attitudinal and stress theory. J Bus Ethics. 2008; 78(4): 559-74. 
28. McClaren N. Ethics in personal selling and sales management: a review of the literature 
focusing on empirical findings and conceptual foundations. J Bus Ethics. 2000; 27(3): 
285-303. 
29. Nadi MA, Hazeghi F. Structural Equation Modeling of the Relationship between the 
Intention to Quit and Ethical Climate, Job Satisfaction, and Organizational. Commitment 
among the Staff of Shiraz Private Hospitals. Health Inform Manage 2012; 8(5); 699-708. 
30.  Gaither CA (1999), Career Commitment: A Mediator of the Effects of Job Stress on 
Pharmacists' Work-related Attitudes. J Am Pharm Assoc. 39(3): 353-361.  
31. Nissly LCSW, Jan A, Barak MEM, Levin A. Stress, social support, and workers' intentions to 
leave their jobs in public child welfare. Admin Soc Work. 2008; 29(1): 79-100. 
32. Fang Y, Vishwanath BV. Stress and turnover intention. Int J Comp Soc. 1993; 34(1-2): 
24-38. 
33. Boyd, NC, Lewin JE, Sager JK. A model of stress and coping and their influence on 
individual and organizational outcomes. J Voc Beh. 2009. 75(2): 197-211. 
34. Model of relation between person-job none fit with emotional exhaustion and desire to 
leave work: Evidence for the stress - unequilibrium-compensation model. J Appl Psycol. 
2011; 5(1): 41-56. 
35. Soleimani N, Abbaszadeh N, Neyaz Azari B. Relationship job behavior and job 























Journal of Shahrekord University of Medical Sciences      
(J Shahrekord Univ Med Sci) 2014 Apr, May; 16(1): 121-128.                                  Original article 
  
128 
Cite this article as: Ganji M, Dalavi MR. The impact of ethical leadership on job stress and 
occupation turnover intention in nurses of hospitals affiliated to Shahrekord University of Medical 
















































*Corresponding author:        
Shahrekord University of Medical Sciences, Shahrekord, I.R. Iran. Tel: 00983813330061, 
E-mail: Ganji24@yahoo.com 
The impact of ethical leadership on job stress and occupation turnover 
intention in nurses of hospitals affiliated to Shahrekord University of 
Medical Sciences 
 
Dalavi MR 1, Ganji M 2*, 
1 Islamic Azad University of Dehaghan, Isfahan, I.R. Iran; 2 Shahrekord University of Medical 
Sciences, Shahrekord, I.R. Iran. 
Received: 9/May/2013  Accepted: 5/Oct/2013 
 
 
Background and aims: Ethical leadership provides commitment and loyalty in personnel. Since 
personnel confidences to their leadership, they won’t find occupation stress. So, they will have 
no serious decision to leave their organizations. The present study was aimed to diagnose the 
effects of ethical leadership on nurses' occupation turnover intention. Job stress was examined as 
a moderating variable between ethical leadership and turnover intention. 
Methods: This research is a descriptive- correlational study in which 180 nurses were enrolled 
from the nurses employed in the hospitals affiliated to Shahrekord University of Medial 
Sciences. The instrument of gathering data was a standard questionnaire of ethical leadership, 
job stress, and turnover intention. Data was analyzed using statistical tests and SPSS software. 
Results: The results of this study indicated that there was a negative correlation and significant 
relationship between ethical leadership and turnover intention, and also a positive correlation, 
and significant relationship between job stress and turnover intention. (P<0.05) (β= 0.58) 
(β=0.66), respectably. Furthermore, there was a negative correlation, and a significant 
relationship between ethical leadership and job stress, (P<0.05) ( /0- =β 29).  
Conclusion: Ethical leadership could help nurses' job stress decrease and hence, turnover 
intention declines. Therefore, managers can promote ethical values and decreases job stress 
factors to increase nurses' trust, loyalty, and organizational commitment to prevent nurses, job 
turnover. 
 
Keywords: Ethical leadership, Job stress, Turnover, Shahrekord University of Medical 
Sciences. 
